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Dear Members of the Princeton Community,
In response to recent tragic events, over the past several weeks our University—along with the rest of our 
nation—has been engaged in a conversation about racial injustice in America and the ongoing reality of 
oppression and violence against Black Americans. Individually and collectively, we have asked how we can 
do our part to confront racism honestly and effectively. We have begun identifying and taking steps—but 
we must do more.
We must think broadly and ask hard questions of ourselves. We must reflect on our place in the world and 
challenge ourselves to identify additional steps we can take to fight racism. As a University, we must 
examine all aspects of this institution—from our scholarly work to our daily operations—with a critical 
eye and a bias toward action. This will be an ongoing process, one that depends on concrete and reasoned 
steps.
We obviously need to do even more. We have therefore been asking ourselves and our community how 
Princeton can best respond to this moment as an institution. As part of this process, I have formally 
charged the members of Princeton’s Cabinet—the senior academic and administrative leaders of our 
University—to identify specific actions that can be taken in their areas of responsibility to confront racism 
in our own community and in the world at large.
…We all share this responsibility to one another and to justice.

Presenter
Presentation Notes
This is one step in a long journey, and we will continue to need input from all of you—students, faculty, and staff—to determine where we can do better and where we can do more.  If you have input that you would like to share with the full Cabinet or individual members, we invite you to send suggestions to ideasforchange@princeton.edu.

I want to thank all of you who have raised your voices in the past weeks, and who have stepped up to the task at hand.  We all share this responsibility to one another and to justice.
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“If there is no struggle, there is no progress.”
Frederick Douglass

The Office of Institutional Equity and Diversity mourns the lost and damaged lives of Black people subjected to 
our country’s enduring racism. We acknowledge the many ways that over generations, Princeton University 
itself has embodied inequality. Institutionally, we still have work to do.

Our commitment to the campus community is to bring renewed energy to structural change that makes 
Princeton more demographically diverse, more inclusive and accessible, more accountable, and more self-
aware. We pledge to bring all our resources to this sustained challenge – including funding, expertise, policies 
and best practices, advocacy, training, data, and collaboration.

We will continue to do everything that we can to protect our campus community from manifestations of bias, 
discrimination, harassment and sexual misconduct.

We will do our work in collaboration with you, our campus community. We would like to hear from you.  
Connect with us - your input, feedback, and personal experiences are essential.



Diversity and Inclusion 

Presenter
Presentation Notes






Diversity – the common definition 

Presenter
Presentation Notes
Often when we talk about diversity people think of what?

Race
Ethnicity 
Gender



Diversity – a broad definition 

Presenter
Presentation Notes
Diversity reflects not just race, ethnicity, gender and sexuality but also diversity of religious and political beliefs, disability or people with difference in ability, age, life experience, birthplace, skills/talents and socio-economic diversity. So we want you to broaden the definition and your concept of the idea of diversity especially related to how people think and see the world



Questions: Self-Reflection

• What is important aspect of your identity 
that no one can see just by looking at you? 

Presenter
Presentation Notes






Definitions of key terms

Diversity
• Demographically focused 

outcome. Who is (and is not) 
represented in your department?  
How does that vary based on 
role and status?

Inclusion
• Emotionally focused outcome: 

Do all members of the 
department (particularly those 
who are underrepresented) feel 
welcomed, valued, and like they 
belong?

• Action-oriented: We have a role 
to play in cultivating inclusion.

Climate
• Current context: Includes 

attitudes, perceptions, 
behaviors of department 
members around issues of 
difference.

Culture
• Enduring context: Values and 

beliefs, which often drive 
expectations, interactions, and 
interpretations of events.



Diversity  and Inclusion Values 
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As a community, we respect the dignity, 
individuality, and freedom of each member…We 
aim to foster a sense of shared experience and 
common purpose, along with a collective 
responsibility for each other's well-being and for 
the well-being of the University as a whole.

Although we acknowledge the difficulties inherent 
in creating a community of individuals who are 
different from each other, we remain unwavering 
in our commitment to both diversity and 
community in a context of academic excellence. 

We seek to enable all members of this community 
to pursue their educational, scholarly, and career 
interests in an environment that recognizes both 
the distinctiveness of each person's experience 
and the common humanity that unites us all…

Presenter
Presentation Notes
---
The diversity of the University’s faculty, staff, and students influences its strength, productivity, and intellectual personality. Diversity of experience, age, physical ability, religion, race, ethnicity, gender, and many other attributes contributes to the richness of the environment for teaching and research. We also need diversity in discipline, intellectual outlook, cognitive style, and personality to offer the breadth of ideas that constitutes a dynamic intellectual community.

Challenges: Yet diversity of faculty, staff, and students also brings challenges. Increasing diversity can lead to less cohesiveness, less effective communication, increased anxiety, and greater discomfort for many members of a community (Cox 1993). To minimize the challenges and derive maximum benefits from diversity, we must be respectful of each other’s cultural and stylistic differences and be aware of unconscious assumptions and behaviors that may influence interactions. The goal is to create a climate in which all individuals feel “personally safe, listened to, valued, and treated fairly and with respect” (Definition of Campus Climate, UW Provost’s Office, 2004).

A vast and growing body of research provides evidence that a diverse student body, faculty, and staff benefits our joint missions of teaching and research.




Diversity  and Inclusion Values 
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… Generate a more inclusive pipeline towards 
scholarly research and to address, over time, the 
underrepresentation of certain groups in 
academic research communities at Princeton and 
beyond; train and support graduate students and 
postdoctoral researchers in becoming effective 
mentors and educators; strengthen Princeton’s 
research community.



Benefits of Diverse Teams

*Do Differences Make A Difference: The Effects of Diversity on Learning, Intergoup Outcomes, and Civic Engagement (2013)

• Drives innovation 

• Increases creativity

• Challenges biases and 
negative stereotypes* 

• Improves cognitive skills 
including critical thinking, 
complex thinking and 
problem solving*

Presenter
Presentation Notes
Research shows us that diversity in work environments is good for everyone. Research suggests that areas requiring greater flexibility, creativity, and innovation are likely to experience the greatest benefits from a diverse workforce. Diversity benefits happen when teams need to engage in problem solving and creative thinking. 

Intellectual cross-fertilization fosters innovation (Burt, 2004; de Vaan, Vedres and Stark, 2015)
Better solutions to problems (Watson et al., 1993; MacLeod et al. 2013)
Diverse groups outperform groups of like minded groups (Phillips et al, 2008)
Combats group-think and reduces catastrophe (Vaughan, 1997)
Diverse teams outperform homogenous, high-ability teams at problem 
Diverse teams outperform homogenous, high-ability teams at problem solving (Hong & Page, 2004) 
Papers by ethnically diverse groups of authors are cited more often (Freeman & Huang, 2014) 
Companies in the top quartile for racial and ethnic diversity are 35% more likely to have financial returns above their respective national industry medians (Hunt, Layton & prince, 2015) 
Gender diversity relates to more productive companies as measured by market value and revenue (Conyon & He, 2017)
The presence of a person from a different identity group cause people not from that identity group to generate more ideas and construct more complex arguments. The presence of diverse others lead to more critical thinking. Working in teams is a norm. The shift of teams is very pronounced in academia. The model academic paper had only one author. Today scientific paper is three times more likely to have six or more authors

Drives innovation: In a Harvard Business Review article, Sylvia Ann Hewlett, Melinda Marshall and Laura Sherbin identified and highlighted companies with what they called "two-dimensional diversity." This is defined as two kinds of diversity: The first kind of diversity is called inherent diversity which are the traits you are born with (e.g. gender, ethnicity, and sexual orientation). The second is called acquired diversity which is gained from experience (e.g. working in another country while learning how to appreciate cultural differences).
Using new research, Hewlett and her co-authors found that these firms performed better in business, explaining, “By correlating diversity in leadership with market outcomes as reported by respondents, we learned that companies with 2-D diversity out-innovate and out-perform others.” 

Increases creativity: Teams that include workers from different backgrounds and experiences can come up with more creative ideas and methods of solving problems.
“The more your network includes individuals from different cultural backgrounds, the more you will be creatively stimulated by different ideas and perspectives," according to research by Harvard Business School professor Roy Y.J. Chua. "Importantly, these ideas do not necessarily come from the network members who are culturally different from you.”

Challenges bias: In general studies show that exposure to diversity can ameliorate negative stereotypes and biases people may have about people from different backgrounds and
perspectives. In addition, increasing diversity in high-power positions can buffer underrepresented and stigmatized groups by providing ingroup
members as understanding and supportive role models. Reference: http://www.princeton.edu/reports/2013/diversity/report/PU-report-diversity-outcomes.pdf

Cognitive skills, performance and intellectual self-confidence:  Diversity of all kinds is generally associated with positive learning and performance outcomes. Not only do experiences with diversity improve one’s cognitive skills and performance, it also improves attitudes about one’s own intellectual self-confidence, attitudes toward the college experience, and shapes performance in the workplace. Greater diversity-related experiences are associated with positive learning outcomes for whites and people of color alike, such as greater accumulation of general knowledge and intellectual engagement. Reference: http://www.princeton.edu/reports/2013/diversity/report/PU-report-diversity-outcomes.pdf

Additional benefits: Improves performance and intellectual self-confidence and Enhances interpersonal and social skills 






Inclusive Mentoring  

Presenter
Presentation Notes
Cultural issues. You could find yourself mentoring and working with folks of different cultural backgrounds (including those with disabilities) who have different communication and learning styles. Some folks might hail from discrete rural or urban areas in the United States or from abroad; in many programs, folks who identify as international are in the majority. If you are not familiar with a particular culture, it is of great importance to demonstrate your willingness to communicate with and to understand each student as a unique individual. Are you baffled by a colleague’s behavior? Remember that a cultural difference could be the reason. Don’t hesitate to ask colleagues and the students themselves for help. Finding role models is especially important for students from a culture other than yours. Examine yourself for cultural biases or stereotypical thinking. 

Gender representation. In some fields—notably psychology, the social sciences, and the life sciences—women are well represented as students but underrepresented in the professoriate and are not always appointed to assistant professor positions at a rate that one would expect on the basis of PhD and postdoctoral student representation. In other fields—such as mathematics, physics, computer science, and engineering—women are underrepresented at all levels. Tokenism and isolation has a huge impact on success. 





Questions: Self-Reflection

• What is one positive quality in a mentor 
that you admired? 

•What is one negative quality in a mentor 
that you realized you didn’t want to 
emulate? 

Presenter
Presentation Notes






Mentorship 
Who is a  mentor? 

• “A mentor is a person who has achieved 
career success and counsels and guides 
another for the purpose of helping him or 
her achieve like success.”1

• “In a broad sense, a mentor is someone 
who takes a special interest in helping 
another develop into a successful 
professional.” 2

Citations:
1 https://oir.nih.gov/sourcebook/mentoring-training/guide-training-mentoring
2 National Academy of Engineering 1997. Adviser, Teacher, Role Model, Friend: On Being a Mentor to Students in Science and Engineering. Washington, DC: The 
National Academies Press. https://doi.org/10.17226/5789.

What are qualities of good mentors? 

• Appreciates individual differences

• Respectful     

• Supportive and available 

• Prepared 

• Honest 

• Unselfish

Presenter
Presentation Notes
Good mentorship improves the quality and integrity of scientific research.
• intellectual issues: comprehension and learning to ask questions
• technical issues: experimental design, precision, and accuracy
• personal growth issues: developing confidence, creativity, and independence
• interpersonal issues: dealing with students of diverse experiences and backgrounds, motivation, honesty between mentor and student, scientific integrity, and discrimination

Appreciating individual differences: We are all different in how we work and in what motivates us. The mentees were clearly very appreciative of an ability to carefully craft development activities to enhance and extend personal strengths. Special effort is needed to try to understand all those in a team and deal with them differently. And however much you want that student/colleague to work on that project, sometimes you have to help them make decisions about their career directions.
Respectful: Demonstrates respect for all laboratory members, which reduces fear and unhealthy competitiveness.
Supportive: Supports mentees by acknowledging accomplishments and challenging mentees to develop skills that advance their careers. The impact of a good mentor goes far beyond
his or her own boundaries. Within the applications were many examples of support outside the mentor’s group. Indeed a number of the mentee support documents were from those who had never actually been in the mentor’s laboratory but whose lives had nevertheless been touched.
Available: Establishes open and responsive communication with mentees, which promotes research integrity and discourages questionable research practices.
Prepared: Anticipates the needs of mentees and is prepared to provide assistance and guidance.
Honest: Sets high standards for honest reporting of data, regardless of whether the data supports the desired outcome.
Unselfish: There are leaders of some big and important groups who are more concerned with using group members to promote their own scientific standing. Letting your students/colleagues take your ideas and run with them, and being free and willing for them to take credit is not always easy but is always appreciated. What do you lose by allowing them to be lead authors even if the idea was yours?






https://oir.nih.gov/sourcebook/mentoring-training/guide-training-mentoring


Scenario

Presenter
Presentation Notes
This video introduces the impact of mentorship effects on young researchers and the importance of providing support and advice to guide mentee’s professional development. 

https://ori.hhs.gov/bad-role-model




Source: Entering Mentoring: A Seminar to Train a New Generation of Scientists (2005)  - www.hhmi.org/grants/pdf/labmanagement/entering_mentoring.pdf

Presenter
Presentation Notes
Changing behavior: When we discover that a mentee is disorganized, introverted, or chronically late, what should we do? How much do we accommodate these differences to encourage diversity in our research community and when does accommodation become bad mentoring, hypocrisy, or a violation of the principles that we have agreed form our mentoring foundation?

When is a behavior something that other students should tolerate and when does it violate the rights of others in the lab? These distinctions are tough to make, and we are likely to arrive at conclusions that differ from those of other mentors or even from our own judgments at other stages in our careers. Considering a few key questions may help clarify our mentoring decisions.

Is the behavior creating an unsafe environment for the mentee or others in the lab?
Is the behavior negatively affecting the productivity or comfort of others in the lab?
• Will the mentee be more effective, productive, or appreciated in the lab if the behavior or characteristic is modified?
• Is the behavior or characteristic sufficiently annoying to you that it interferes with your ability to work with the mentee?

The more effective modes of giving feedback allows this to be both respectful and appreciating individual differences


http://www.hhmi.org/grants/pdf/labmanagement/entering_mentoring.pdf


Scenario

An International engineering student is reluctant to question 
their adviser. As a result, the adviser thinks the student lacks 
a grasp of engineering. The adviser tries to draw out the 
student through persistent questioning, which the student 
finds humiliating. Only the student’s determination to 
succeed prevents them from quitting the program. 

Source: Adviser, Teacher, Role Model, Friend: On Being a Mentor to Students in Science and Engineering (1997) – The National Academies Press 

Presenter
Presentation Notes
Comment: The student grew up in a country where they learned not to question or disagree with a person in authority. Had the adviser suspected that a cultural difference was at the root of the problem, they might have learned quickly why the student was reluctant to question her. When communication is poor, try to share yourself, listen patiently, and ask the students themselves for help.





Scenario

“Last summer I worked with a fantastic undergraduate mentee. She was very 
intelligent and generated a fair amount of data directly relevant to my thesis 
project. I think that she had a positive summer research experience, but there 
are a few questions that still linger in my mind. This particular mentee was an 
African-American woman from a small town. I always wondered how she felt 
on a big urban campus. I also wondered how she felt about being the only 
African-American woman in our lab. In fact, she was the only African-American 
woman in our entire department that summer. I wanted to ask her how she 
felt, but I worried that it might be insensitive or politically incorrect to do so. I 
never asked. I still wonder how she felt and how those feelings may have 
affected her experience.”

Source: www.hhmi.org/grants/pdf/labmanagement/entering_mentoring.pdf

Presenter
Presentation Notes
Some stress may come from past experience with prejudice. A student may worry that others will treat him differently if they find out that his parents are migrant farm workers, that he has epilepsy, or that he considered becoming a priest before choosing science. The student may have confronted bigotry in other situations that generated these fears and made him ultrasensitive to perceived or real intolerance. The student may be encountering prejudice in the lab that you may or may not perceive.

There may be cliques from which he is excluded, jokes about his “difference” that may be intended to hurt him or are inadvertently hurtful. Discrimination experienced outside the lab or even off campus might affect the student’s ability to work. A person subjected to prejudice undergoes physiological changes in many different organ systems that translate into cognitive changes that influence the ability to focus, concentrate, and be creative. Even the fear or anticipation of such attitudes (known as “stereotype threat”) can have crippling effects.

http://www.hhmi.org/grants/pdf/labmanagement/entering_mentoring.pdf


Source: Entering Mentoring: A Seminar to Train a New Generation of Scientists (2005)  - www.hhmi.org/grants/pdf/labmanagement/entering_mentoring.pdf

Questionable Question: 
“What’s it like to be a black man in 
this town, anyway?”  

Probably Safe Opener: 
“I can imagine that being black in 
this very white environment might 
be difficult at times. If you ever 
want to talk about it, I’m here.”

Presenter
Presentation Notes
Addressing diversity is complex. Ask the mentors in your group to consider the differences between them and their mentees at various levels.
These can include differences in working style, ethnic differences, gender differences, differences in background, etc. Ask them to consider how these differences may influence their relationship and how they can learn from these differences.

Page 56 of pdf and Page 66 of 152 with Adobe Acrobat Reader 


http://www.hhmi.org/grants/pdf/labmanagement/entering_mentoring.pdf


Scenario
“The biggest challenge I’ve encountered so far as a mentor 
was learning to work closely with someone whose 
personality and mannerisms are very different from my own. 
In my first interview with her, my student described herself 
as very laid-back and mentioned that she frustrates her 
parents with her “everything will take care of itself” attitude. 
This is a stark contrast to my personality and I find myself at 
times frustrated with her different work ethic.”

Presenter
Presentation Notes
In this instance it may be useful to consider a mentoring network. The guru model of mentorship – where one mentor is everything to a mentee – has challenges for mentors and mentees alike. 




Mentee

Substantive Feedback

Access to 
Opportunities

Sponsorship

Accountability

Professional 
Development

Emotional Support

Intellectual Community

Role Model

Mentoring Networks

Presenter
Presentation Notes
Multiple mentors. No mentor can know everything a given student might need to learn in order to succeed. Everyone benefits from multiple mentors of diverse talents, ages, and personalities. No one benefits when a mentor is too “possessive” of a student.




The NCFDD Mentoring Map



Tips for Mentors 
• Be available:  Practice “the open door” policy 

• Model inspiration and optimism

• Balance direction and self-direction

• Be widely read and widely receptive

• Skill development: provide varied opportunities to foster mentee development 

• Building Community: Actively build scientific and social communities

• Networking: Provide access to your network 

Source: Nature’s guide for mentors (2007) – NATURE 

Presenter
Presentation Notes
Community Building – both of scientists and of people: A constant theme from the groups supporting their mentor was the sense of community. The successful mentors realized the need to build communities to create an environment where all under their care could flourish. They all had deliberate and varied strategies to build these communities. How often have you experienced the negative impact of silo building within departments? Positive and sustaining communities do not just happen, they have to be nurtured.

Celebration: The importance of celebration and rewarding successes, large and small, is often neglected. Yet it can be highly encouraging to individuals and can contribute to the building of communities. It is a strategy that all mentors can introduce, although the extent of the celebration will vary depending on personalities and level of extroversion.

Being widely read and widely receptive: An enabler of good science is keeping abreast of the literature. A defining characteristic of many of the great mentors was wide reading outside their field. Mentees appreciated sharing in this reading, and also the deliberate strategy of using key papers as a base for discussion either at group or individual meetings or by the casual dropping of reprints as described above. Again, time-consuming but valued.

Skill development: successful mentors work hard at developing the scientific skills of their charges. Again this depends on deliberate strategies and activities rather than leaving the outcome to
chance.

Networking: All successful scientists have extensive networks spread across the globe. But do they all link their students into those networks as actively as they could? This was another of the standout attributes of the Nature finalists and, as commented on above, is one of the distinguishing features of a mentor over someone who is simply a good supervisor. Good mentors saw it as their responsibility to share their network.

Building networks. You can be a powerful ally for students by helping them build their network of contacts and potential mentors. Advise them to begin with you, other faculty acquaintances, and off-campus people met through jobs, internships, or chapter meetings of professional societies. Building a professional network is a lifelong process that can be crucial in finding a satisfying position and career.
Use their contacts and promote their students/young staff
Advice on career decisions




Mentoring Self-Assessment 

Source: Nature’s guide for mentors (2007) – NATURE 



Mentoring Inclusively 
• How do you define diversity?

• Have you created an environment that allows your mentee to benefit from the 
diversity in your lab/department? How?

• How might another mentee with a different learning style, personal style, or 
background view your mentoring approach?

• How do you deal with diverse learning styles, personal styles, ethnicity, 
experience, gender, and nationality?

Source: Entering Mentoring: A Seminar to Train a New Generation of Scientists (2005)  - www.hhmi.org/grants/pdf/labmanagement/entering_mentoring.pdf

Presenter
Presentation Notes
Addressing diversity is complex. These can include differences in working style, ethnic differences, gender differences, differences in background, etc. Consider how these differences may influence your relationships and how they can learn from these differences.



http://www.hhmi.org/grants/pdf/labmanagement/entering_mentoring.pdf


Resources  

• Nature’s guide for mentors (2007) – NATURE  
• Adviser, Teacher, Role Model, Friend: On Being a Mentor to Students in Science 

and Engineering (1997) – The National Academies Press 
• Advancing Postdoc Women Guidebook (2015) – National Postdoctoral 

Association 
• Double Jeopardy? Gender Bias Against Women in Science (2014) – WorkLifeLaw, 

UC Hastings College of Law  
• Entering Mentoring: A Seminar to Train a New Generation of Scientists (2005) –

The Wisconsin Program for Scientific Teaching 
• National Center for Faculty Development and Diversity (NCFDD): online career 

development and mentoring resources for faculty, post-docs, and graduate 
students 



Questions?



THANK 
YOU!

To learn more visit http://inclusive.princeton.edu/

Contact Shawn Maxam – smaxam@princeton.edu

mailto:smaxam@princeton.edu
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